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The Coles College has not yet taken a strategic looks at our efforts in this area. The dean
supports looking at the core courses in an initial assessment.

Table 3. Coles College Faculty Composition—Gender and Race

Black | Asian | Hispanic | White | Total %o
Accounting Dept- Females I 2 9 12 41%
| Accounting Dept - Males 1 1 15 17 590% |
. = |
| Management - Females 1 8 4 36%
Management — Males | 2 13 16 64%
25
Leadership - Females | 4 5 50%
Leadership — Males S 5 50%
10
Economics - Females 1 7 3 30%
Economics - Males I 8 ] 9 19 T0%
27
Marketing- Females 5 S 31%
| Marketing - Males 1 10 11 69%
. > |
Coles - Females 3 3 0 33 39 36% |
Coles - Males 4 11 1 22 68 64%
7 14 1 85 107
7% 13% 1% 79%

What research and teaching in your college has advanced the University’s diversity

agenda?

At this time, the college has not analyzed the diversity scholarship that is being

conducted.

How is diversity integrated into the curriculum of your college?
The Coles College has not yet taken a strategic looks at our efforts in this area. An
important driver to integrating diversity topics into the curriculum would be the regional and
professional accrediting bodies. For example, if SACS (Southern Association of Colleges and
Schools) and/or AACSB-International (Association to Advance Collegiate Schools of Business)
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were to include curriculum diversity as a focus, then business schools would be more likely to
integrate diversity into the curriculum.

Which strategies for developing a curriculum that fosters intercultural and international
competencies have been most successful? Which have been least successful? Which could be
termed “best practices”? (Best Practices are processes, programs, and procedures that most
successfully lead to the unit’s ability to reach the University's diversity goals and can be
validated through measurable outcomes.)

Although the Coles College does not presently have a separate diversity committee, the
dean believes that this should be considered as we transition to shared governance. He believes
that the committee should perhaps include both faculty and staff.

What measures of success have vou identified to gauge your progress in this area?
Include data demonstrating outcomes.

The dean would like to see some type of monitoring of minority student and faculty
recruiting. Currently, the Assistant Directory of Graduate Programs in the Coles College i1s
working with the National Society of Hispanic MBAs, and we recently received recognition
from this group. We also have a relationship with the National Black MBA Association. In
these efforts, faculty leadership 1s key. The dean would support the establishment of a student
chapter of the National Association of Black Accountants.

DISCUSSION

In an evaluation of the dimensions of college and university diversity provided by Smith
(1999), 1t 1s evident that the one dimension that is unique to institutions of higher learning is the
dimension of curriculum and scholarship diversity. Institutions of higher learning teach courses
and conduct faculty scholarship; therefore, it 1s appropriate and necessary to assess diversity In
these two areas when these institutions attempt to assess campus-wide diversity. Business
schools, n particular, produce graduates who often enter multinational and diverse corporations,
and these graduates should be prepared to communicate with and appreciate diverse groups of
peers, customers, suppliers, and potential business partners.

This study has reported the efforts of one state comprehensive university to assess the
level and quality of diversity in its business school curriculum and faculty scholarship. Using a
combination of peer and aspirant benchmarking, qualitative interviews, and a unique online
assessment tool, Kennesaw State University established a baseline of data with which 1t can
compare future data in order to analyze the results of programs were implemented after the initial
assessment.

While the Diversity Assessment Initiative collected data from a significant percentage of
business school faculty, the business school response rate was one of the lowest response rates
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among campus-wide faculty. This may require follow-up efforts to determine if non-respondents
have more data to add to the inventory or whether their work 1s, by nature, not involved in
diversity issues. It 1s also important to note that some individual research projects may have
been counted more than once for different diversity topic categories. Therefore, the total
numbers that resulted from the scholarship assessment may not be an accurate total of all
diversity research activity within the business school. It does, however, give a sense of the
diversity areas that are being addressed in the umiversity’s research activities. A final limitation
of the study 1s that it only includes assessment activity at one institution of higher learning.
However, the assessment tools utilized at this institution can be modified for the specific
circumstances of colleges and universities of differing size, assessment capabilities, and
institutional missions.
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